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How to Reform Human Resource Management System in 
Company for Building the Meritocratic Labour Market
Dong-Man Na, Young-Sup Choi, Bom-I Kim, Joo-Hee Chang, Soo-Rin Yoon
There has been a recognition that blind pursuing of high eduction level 
and academic clique are great tools to get fine jobs as well as to improve 
social status in Korea. For this recognition, labour market in Korea is facing 
some issues such as discrimination, unnecessary social expenses. The concept 
of a “Meritocracy” is a new alternative in order to overcome the problems 
caused by the blind pursuing of high eduction level and academic clique.
This study defines the meritocratic labour market and meritocratic human 
resource management. The first concept, the meritocratic labour market, is a 
social system founded on the belief that individuals should be chosen and 
moved ahead for their abilities rather than only for their educational background 
(elitism) or level. The latter concept, the meritocratic human resource management, 
is a system which evaluates individual competency and capability on the basis of 
their performance measured through examination and/or demonstrated achievement 
in the field where it is implemented by reflecting the value of meritocratic 
labour market. This study premises the interactive relationship between both 
concepts. 
In terms of institutional isomorphism theory, the implement of government 
policy for reforming human resource management could be a problem because 
it should be operated by external pressure regardless the managerial efficiency 
of a company. Moreover, due to lack of experience, it is hard that meritocracy 
in human resource management can bring the effectiveness and outcomes even 
though the enterprises implement the system. 
The government selected some public agencies to carry out the human 
resource management based on meritocracy, however the outcomes of system’s 
application has been not verified. Hence the symbolic adoption could appear 
in this situation. It is necessary for the government to encourage a company 
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to accept and implement the meritocracy in human resource management system 
with understanding its value internally, and to develop the policy considering 
the systematic traits of them. 
This study performs the empirical research to find out the relation between 
the trait of human resource management system and performance. The result 
of analysis shows that the implementation of meritocratic human resource 
management does not lead better performance, especially, the human resource 
management system could be adjusted and differentiated in various environment 
of a company based on the result of HCCP(Human Capital Corporate Panel) 
analysis. It is necessary to confirm constraints and obstructive factors in the 
process of reforming the human resource management system. The result of 
FGI with human resource managers shows that there is a agreement that 
implementing the meritocratic human resource management is necessary, however 
they find the difficulty to operate the system. Several concerns are the absence 
of definition about competency the company requires, measurement for accurate 
evaluation and material as well as human resource to implement the system. 
The government support is essential for a company to overcome these concerns. 
In conclusion, meritocratic HRM is not a best practice for all companies, the 
trait of individual company and job should be considered for reforming HRM 
system.
